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RESEARCH AND EVALUATION
Retention Practices for Engineering and Technical
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Dennis Michael Rose and Ray Gordon
University of Southern Queensland
Retaining employees with core business skills is a key human resources (HR) activity. This
article examines retention of engineering and technical (E&T) professionals in an Aus-
tralian public service agency by collecting data from 670 E&T professionals to compare
attraction, retention and turnover intention by age and occupation. It was hypothesised that
the influencers would vary by age, in line with the research on generational differences and
employment patterns (Chaminade 2005; Kyles 2005). This hypothesis was largely supported.
It has also been suggested that intention to leave is influenced by job opportunity (Hwang
and Kuo 2006) and we thus sought to examine the influencers for turnover intention for the
differing occupations in the E&T group surveyed. There were no significant differences by
occupation, except for location, although this may be because occupational groups were
aggregated due to the small numbers in some occupations. The current findings address
the call for evidence-based data on the influencers for attraction, retention and turnover
intention (Allen, Bryant and Vardaman 2010), and suggests that retention strategies need to
take into account generational differences.
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Population increase and relocation to ma-
jor centres, along with economic stimulus
measures, has seen a massive rise in public
spending on infrastructure. Engineering and
technical professionals are central to the plan-
ning, contracting, supervising and completion
of these projects. Accordingly, maintaining a
strong technical skills base in the public sector
is an important challenge to government. Over
the past 40 years considerable research has been
conducted on turnover (eg, Price 1977; Steers
andMowday 1981; Hwang and Kuo 2006), and
this research has been useful in developing an
understanding of why people leave their jobs.
However, there is less known about why peo-
ple choose to stay in an organisation (Chawla
2006; Hausknecht, Rodda and Howard 2008;
Holtom et al. 2008). Research on generational
differences in the workplace suggests that the
employment needs and motivations of people,
even in similar occupations, may vary by age
(Chaminade 2005; Kyles 2005;Westerman and
Yamamura 2007; Allen, Bryant and Vardaman
2010). Additionally, the availability of alter-
native job opportunities has been proposed to
influence intention to leave, although the find-
ings have been mixed (Gerhart 1990; Hwang
and Kuo 2006). If alternative job opportuni-
ties do influence turnover intention, these are
likely to vary by occupation, to meet labour
market shortages. The public sector faces par-
ticular difficulties competing for scarce human
resources, due to limitations in remuneration
flexibility (Glagola and Nichols 2001). How-
ever, the public service does offer other in-
centives, such as job security, task variety and
training opportunities that may be attractive to
some individuals (Lewis and Frank 2002; Rose
and Waterhouse 2005). Against this backdrop,
this research into the retention of public ser-
vice technical professionals seeks to identify
the motivators to leave or stay, and to consider
their influence across age and occupation (Kaye
and Jordan-Evans 2000; Frank, Finnegan and
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Taylor 2004). The article begins with a brief
description of the public sector context and this
is followed by a discussion of attraction, re-
tention and turnover intention – specifically:
why they joined the department and why they
stay, the influencers to leave, and interventions
that might encourage them to stay. The results
are presented and the article concludes with a
discussion of the findings and implications for
human resource management (HRM) retention
strategies in the public sector.
The Public Sector
In recent years there has been a trend to-
ward outsourcing functions and services tra-
ditionally supplied by the public sector. This
trend, commencing with the various incarna-
tions of ‘New Public Management’ has led to
an apparent reduction in the need for employ-
ing technical professionals (Osborne and Gae-
bler 1992; Radcliffe and Dent 2005). However,
there is some evidence that this is not always
the most efficient method of satisfying pub-
lic needs and the public service continues to
require the services of professionals who can
prepare andmanage contracts effectively (Dun-
leavy and Hood 1994; Entwistle, Marinetto and
Ashworth 2007; Lapsley 2009). In times of vig-
orous infrastructure development, competition
for skills increases and wage rises quickly out-
strip the ability of the public sector to compete
on a strictly monetary basis. Further, there are
many projects, deemed in the public interest,
where it is difficult to obtain skilled workers
due to a number of factors such as remote lo-
cations, inhospitable environments or nature of
the project – such as being too small or un-
profitable for larger firms to consider (Glagola
and Nichols 2001). The difficulties in meet-
ing these public sector skill needs, particularly
in inhospitable locations, are quite widespread.
Thus, attracting and retaining technical staff be-
comes a key priority inmanaging infrastructure
and service delivery.
Attraction and Retention
Employees are attracted to employers for a va-
riety of reasons (Rose and Waterhouse 2005)
and they are likely to remain with an employer
until the point is reached where the advantages
to leave are appraised by the individual as sig-
nificantly greater than their current situation
(Mitchell, Holtom and Lee 2001). Evaluating
the disparity between the current job and alter-
natives is multi-faceted and the ‘trigger event’
to leave may differ across individuals and sit-
uations (Allen, Bryant and Vardaman 2010).
Individuals join an organisation for a variety of
reasons, as mentioned above. Drawing on the
HR literature on attraction and branding, a rea-
sonable starting position is to find out why they
joined their employer andwhether those factors
still influence their decision to remain (Ito and
Brotheridge 2001; Mitchell et al. 2001; Lon-
genecker and Scazzero 2003). This provides
data for developing, or strengthening, attrac-
tion strategies and also a baseline for examining
whether those needs are being met.
NewE&Tprofessionals seek task variety, ex-
perience and development opportunities (Rose
and Waterhouse 2005; Ogilvie 2006). Experi-
enced E&T professionals are at the peak of
their earning potential and may have a young
family and significant financial commitments.
Opportunities for growth and increased remu-
neration may influence their turnover intention
(Halloran 2003; Kyles 2005). Age is positively
correlated with experience and older workers
may seek growth in other ways such as career
change or changes in work patterns (Smither
2003; Sheedy 2010). Thus, reasons for joining
an organisation are likely to be related to age.
• H1 Reasons for Joining the Department
will Vary by Age
After establishing why people chose to join
their organisation a retention approach might
also ask employees why they remain, recog-
nising that needs may change over time and
with career stage as just discussed (Coombs
2009). Public service employment offers a de-
gree of job security and variety peculiar to pub-
lic employment and large organisations. The
social networks that build up and a desire to
contribute to the public good may also mo-
tivate individuals to remain with their public
sector employer (Lewis and Frank 2002). An
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examination of data on why they choose to stay
offers opportunities to strengthen incentives,
develop retention policy, and publish attractive
features of the work (Holland, Sheehan and De
Cieri 2007). Thus it is expected that the rea-
sons why people choose to remain is likely to
be affected by career stage, approximated by
gathering age data.
• H2 Reasons for Remaining with the De-
partment will Vary by Age
Influencers to Leave and Interventions that
Might Encourage Staying
Intention to leave ismultifaceted (Allen, Bryant
and Vardaman 2010). Reducing turnover re-
quires discovering both an employee’s inten-
tion to leave and factors contributing to that
decision. The decision to leave represents the
tipping point between the evaluation of influ-
encers to leave and influencers to stay. There-
fore, it is important that we understand the rela-
tive contributions of influencers to the decision.
The reasons given for staying (for example pay
rates) may also be the reasons for changing
jobs, and employers need to be conscious of
market forces and equity comparisons (Hom
and Kinicki 2001). As suggested above, inten-
tion to leave is multifaceted but is generally
influenced by ease of, and perceived desirabil-
ity of, movement to another job (March and
Simon 1958; Lee et al. 1996). The ease of
movement is likely to include the availability
of job alternatives for occupations in demand.
The arguments on employment life-cycle needs
and skills in demand, apply equally here but the
strength of particular influencers, for particular
occupations and ages, needs to bemade explicit
(Halloran 2003; Kyles 2005).
• H3 Influencers to Leave will Vary by (a)
Age and (b) Occupation
An issue related to generational approaches to
workforce analyses and theories of ‘growth’
suggest that employees in occupations not in
scarce supply may experience career plateau
and subsequent loss ofmotivation (Flaherty and
Pappas 2002; Smither 2003; Chaminade 2005).
Given that it is important to identify possible
dissatisfaction and turnover intention, aswell as
identifying retraining opportunities as replace-
ment for exiting skills, this study also sought
to identify employees, by occupation, who be-
lieved they had reached a career plateau. Career
plateau may occur for a variety of reasons in-
cluding, structural change, internal politics, in-
dividual characteristics, technical change, job
opportunities and skill currency. In line with
our approach to developing a differentiated ap-
proach to turnover intention and retention, we
focused on the relationship of age and occupa-
tion to career plateau.
• H4Employees Self-Identifying asHaving
Reached a Career Plateau will Vary by
Age and Occupation
Influencers to Stay: From Respondents who In-
dicated an Intention to Leave
This study attempts to approach the question
of retention proactively by asking employees,
who self-identified an intention to leave, to
rate other factors that, if changed, might in-
fluence their intention to remain with or leave
the department. Employees may put up with
a certain level of dissatisfaction if they per-
ceive that the benefits outweigh the negatives
or if they have little choice but to remain with
the organisation. Given that dissatisfaction can
lead to withdrawal behaviours it is important to
understand these influencers for retention and
motivation more generally. Rather than assum-
ing that particular interventions might change
a person’s mind, regarding their intention to
leave, we asked them to rate particular factors
that had been identified by department’s HR
section through analyses of climate data (gath-
ered annually) and doctoral research involving
focus groups (Waterhouse 2003; Rose 2005).
Method
Sample
The study was conducted in an Australian
public sector department, responsible for the
planning, delivery and maintenance of the
road and bridges network. The department has
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approximately 4200 employees, of which 1212
are identified by the Human Resources Man-
agement Information System (HRMIS) system
as E&T professionals. Males make up 89% of
the workforce and the average age of employ-
ees, at the time of the survey, was about 46
years old. Average tenure was approximately
six years, with the vast majority of workers be-
ing full-time, permanent employees.
Instrument Development
The survey was developed from the turnover
and retention literatures (see, for example,
Gaylard, Sutherland and Viedge (2005) and
Kaye and Jordan-Evans (2000) generally; and
Glagola and Nichols (2001) for a discussion
of public service recruitment and retention is-
sues), and the literature on organisational com-
mitment and career stage (Meyer and Allen
1997; Elangovan 2001; Winterton 2004). Items
were further developed from discussions with
management in the participating department,
based on doctoral research findings of re-
search in the department (Waterhouse, Brown
and Flynn 2001; Rose and Griffin 2002; Wa-
terhouse 2003; Rose and Waterhouse 2004;
Rose 2005), organisational climate data (Hart
et al. 1996), and feedback from HR case man-
agers. Additionally, young E&T professionals
(cadets) in the organisation were previously
surveyed on their reasons for joining the de-
partment and these items were included (Rose
and Waterhouse 2005).
Procedure
The survey was distributed electronically to all
of the department’s E&T professionals includ-
ing approximately 200 people in project man-
agement (a total of 1212 people, representing
about 30% of the department). A total of 679
surveys (597 males and 75 females) were re-
turned for a response rate of 56%. Age was
collected in bands (under 21, 21–30, 31–40,
41–50, 51–60, and over 60). Since there were
only four people aged under 21 this group was
included in the 21–30 group for the purpose of
analyses. Age ranged from under 21 to over 60
years, with approximately 25% being 51 years
of age or over. The majority of respondents
(96.6%) were permanent full-time employees
and the mean tenure was 4.6 years. Locations
of employment included metropolitan and re-
gional centres. The survey collected data on
demographics, reasons for joining the depart-
ment, intentions to stay/leave, impressions of
career plateau, and incentives to stay/leave. Sur-
vey itemswere rated from 1 to 5, with 1= ‘very
unimportant’ to 5 = ‘very important’.
Since age (collected in bands) and occu-
pation are categorical data, group differences
were examined by MANOVA (Tabachnick
and Fidell 1996). Some occupations contained
fewer than five people so an arbitrary split of
engineering (E&T = 506) versus other E&T
(Support = 156) occupations was used to ex-
amine differences in occupation.
Results
Hypothesis 1 Reasons for Joining the
Department will Vary by Age
Table 1 below contains the means and standard
deviations in age bands for the various reasons
for joining the department.
The top five reasons for joining the depart-
ment were ‘job security’, ‘interesting work’,
‘work related to degree’, ‘location’, and ‘career
development’ opportunities. The importance of
work being related to their degree appears to de-
cline with age. ‘Interesting work’ and ‘job se-
curity’ were rated as important across all ages,
while ‘career development’ and ‘training op-
portunities’ are rated lower by older age groups.
The importance of job location increased in
the 31–40 year age group. ‘Training opportuni-
ties’ and ‘career development’ were inversely
related to age.
The SPSS procedure general linear model –
multivariate revealed a significant multivariate
effect for age (Wilk’s Lambda = .805, F =
3.293, df = 44, p = .000) and Table 2 below
contains the results of the tests of between-
subjects effects, which revealed that eight of
the 11 reasons for joining the department were
significantly different. ‘Interesting work’, ‘job
security’, and ‘just wanted a job’ had no differ-
ence between subjects by age.
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48 Table 2. Reasons for Joining the Department by
Age (Tests of Between-Subjects Effects)
Reasons for joining F DF P
Work related to degree 5.200 4 0.000∗∗
Interesting work 1.639 4 0.163
Location of the job 1.639 4 0.002∗
Department reputation 3.177 4 0.013∗
Job security 1.564 4 0.182
Just wanted a job 0.862 4 0.486
Knew someone in
department
6.446 4 0.000∗∗
Wanted to work for
department
2.914 4 0.021∗
Starting/future salary 5.601 4 0.000∗∗
Training opportunities 12.995 4 0.000∗∗
Career development 10.479 4 0.000∗∗
Notes: ∗ p is significant at < .05, ∗∗ p is significant at <
.001.
There were a large number of significant Bon-
ferroni Post Hoc tests that revealed the key age
band differences, however because of space
limitations and the fact that they are not di-
rectly needed in testing the hypothesis they are
not reported here.
Hypothesis 2 Reason for Remaining with the
Department will Vary by Age
Table 3 below contains the means and standard
deviations in age bands for the various reasons
why employees remain with the department.
The top three reasons for remaining with
the department were ‘job security’, ‘favourable
work conditions’ and ‘location’. ‘Relative job
security’ and ‘interesting work’ rated highly
across all age groups. ‘Location’ was rated
as more important by the 31–40, 41–50 and
60+ age groups. Favourable work conditions
appeared to be inversely related to age.
The SPSS procedure general linear model –
multivariate revealed a significant multivariate
effect for age (Wilk’s Lambda= .75, F= 3.719,
df = 52, p = .000). Tests of between-subjects
effects revealed that five of the 13 reasons for
joining the department were not significantly
different among subjects: ‘team commitment’,
‘working relations’ ‘competitive pay’, ‘rela-
tive job security’, and ‘balance work & fam-
ily’. All other eight reasons for joining were
C© 2010 The Authors
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19 Table 4. Reasons Why They Stay by Age (Tests
of Between-Subjects Effects)
Reasons for staying F DF P
Team commitment 1.486 4 0.205
Interesting work 3.288 4 0.011∗
Work is valued 3.141 4 0.014∗
Commit to depts goals 5.269 4 0.000∗∗
Location 8.380 4 0.000∗∗
Working relationships 1.510 4 0.197
Competitive pay 2.260 4 0.061
Favourable conditions 4.157 4 0.002∗
Relative job security 0.296 4 0.859
Training provided 3.412 4 0.009∗
Career path provided 2.614 4 0.034∗
Balance work & family 0.036 4 0.849
Transfer / rotation 6.732 4 0.000∗∗
Notes: ∗ p is significant at < .05, ∗∗ p is significant at <
.001.
significantly different between subjects by age.
Table 4 contains the results of the SPSS pro-
cedure general linear model – multivariate for
reasons why they stay.
As was the case for hypothesis 1, there were
a large number of significant Bonferroni Post
Hoc tests that revealed the key age band dif-
ferences, however because of space limitations
and the fact that they are not directly needed
in testing the hypothesis they are not reported
here.
Hypothesis 3 Occupational and Age-Based
Influencers to Leave
Participants, who indicated an intention to
leave, were asked to rate factors that influence
their decision to leave. Table 5 below contains
the means and standard deviations by age band,
for influencers to leave the department.
The overall means (a rating of 3 being ‘nei-
ther important nor unimportant’) were modest.
The top three influencers to leave were ‘better
pay’, ‘lack of career opportunities’ and work
being undervalued. There appears to be an in-
verse relationship between ratings of reasons
to leave and age, with the exception of ‘re-
tirement’ and ‘alternative lifestyle’, consistent
with life-cycle work patterns.
The SPSS procedure general linear model –
multivariate revealed there were no significant
C© 2010 The Authors
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50 Table 6. Influencers to Leave (Tests of Between-
Subjects Effects)
Influencers to leave F DF P
Unsupportive management 0.682 4 .605
Poor working relationships 1.147 4 .334
Better pay 17.306 4 .000∗∗
Better devel elsewhere 15.427 4 .000∗∗
More stimulating work 12.546 4 .000∗∗
Too much work 2.885 4 .023∗
Lack career opps 3.711 4 .006∗
Work undervalued 1.859 4 .117
Transfer/rotation 3.343 4 .011∗
Financial reasons 8.778 4 .000∗∗
work/home conflict 2.269 4 .061
Organisational change 0.430 4 .787
Personal reasons 1.708 4 .148
Retirement 74.883 4 .000∗∗
Alternative lifestyle 7.780 4 .000∗∗
Notes: ∗ p is significant at < .05, ∗∗ p is significant at <
.001.
differences in influencers to leave, by occupa-
tion (Wilk’s Lambda = .939, F = 1.4564, df =
15, p = .120), however, there was a significant
multivariate effect for age (Wilk’s Lambda =
.418, F = 5.494, df = 60, p = .000). Table 6
below contains the results of the tests of
between-subjects effects indicating that nine
of the 15 influencers to leave the department
were significantly different among subjects by
age. ‘Unsupportive management’, ‘poor work-
ing relationships’, ‘increased work/home con-
flict’, ‘work undervalued’, too much ‘organi-
sational change’ and ‘personal reasons’ had no
significant differences by age.
As for hypotheses 1 and 2, there were a
large number of significant Bonferroni Post
Hoc tests that revealed the key age band dif-
ferences, however because of space limitations
and the fact that they are not directly needed
in testing the hypothesis they are not reported
here.
Hypothesis 4 Potential Leaver’s Ratings
of Incentives to Stay
Those indicating an intention to leave were
asked to rate items under the question ‘What
impact, if any, would the following factors have
in encouraging you to stay with the department
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longer?’ Table 7 contains means and standard
deviations in age bands for influencers to stay
with the department.
The ratings, of those who indicated an in-
tention to leave, of influencers to remain with
the department suggest that career opportuni-
ties, individual remuneration, and protecting
superannuation entitlements. Leadership and
training were moderately influential. Leader-
ship was inversely related to age, as were career
opportunities, training, the type of work done,
capacity, and rotation. Superannuation and
non-traditional working arrangements were
positively related to age. Individualised remu-
neration was most attractive to the 31–40 and
41–50 age groups.
The SPSS procedure general linear model –
multivariate revealed there were no significant
differences in influencers to leave, by occupa-
tion (Wilk’s Lambda = .990, F = 0.327, df =
11, p = .980), however, there was a significant
multivariate effect for age (Wilk’s Lambda =
.620, F = 3.951, df = 44, p = .000). Table 8
contains the results of the tests of between-
subjects effects indicating that eight of the 11
influencers to stay with the department were
significantly different among subjects by age.
‘Increased leadership’, ‘no loss to superannu-
ation’ and ‘increased work/home balance’ had
no significant differences by age.
As for hypotheses 1, 2 and 3, there were a
large number of significant Bonferroni Post
Hoc tests that revealed the key age band dif-
ferences, however because of space limitations
and the fact that they are not directly needed
in testing the hypothesis they are not reported
here. The following section reports responses
to perceptions of career plateau.
Career Plateau
There were 673 valid cases of which 180
(26.87%) said that they believed their career
had plateaued and 490 (73.13%) responded
in the negative. Occupation groups (with at
least five respondents) in which greater than
30% indicated a belief that their career had
plateaued, included construction, road informa-
tion systems, structural engineering, geology,
pavements and materials technicians, traffic Ta
bl
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Table 8. Influencers to Stay (Tests of Between-
Subjects Effects)
Influencers to stay F DF P
Increased leadership 0.650 4 .627
No loss to
superannuation
0.481 4 .750
Increased
work/home
balance
1.193 4 .313
Improved career
opportunities
13.231 4 .000∗∗
Improved train-
ing/development
13.153 4 .000∗∗
Change in work
done
6.060 4 .000∗∗
Change in working
capacity
8.985 4 .000∗∗
Improved [country]
service
3.688 4 .006∗
Better
rotation/transfer
4.480 4 .002∗
Remuneration
packaging
12.349 4 .000∗∗
Flexible work
arrangements
4.606 4 .038∗
Notes: ∗ p is significant at < .05, ∗∗ p is significant at <
.001.
technicians, traffic data collection, and ‘don’t
know’.
Conclusion
The purpose of this study was to examine influ-
encers on the attraction, retention and turnover
intentions of E&T professionals in an Aus-
tralian public agency. The authors argued for
an evidence-based approach to retention re-
search and that a finer-grained analysis of the
data should include age and occupational dif-
ferences. While we expected that some influ-
encers would be held in common (such as in-
teresting work, job security, and good working
relationships) we argued that other influencers
to join, remain, and leave the department would
likely vary by age and occupation and, there-
fore, should be understood and taken into ac-
count in developing targeted retention strate-
gies.
Hypothesis 1 suggested that reasons for join-
ing the department would vary by age. This hy-
pothesis was generally supported. Items show-
ing no significant differences are, however,
equally important when the mean ratings are
high (such as job security and interesting work)
as these suggest key practices to target to influ-
ence both attraction and retention, irrespective
of age differences. This suggests that attraction
strategies should be segmented to target key
groups, in line with the organisation’s strategy.
For example, a growth strategy might focus on
retaining core skills while attracting younger
workers into entry-level positions. This data
also provides a base-line for measuring met-
expectations to inform retention interventions.
Hypothesis 2 suggested that reasons given for
remaining with the department would vary by
age. This hypothesis was generally supported.
Again, job security and favourable work con-
ditions were rated highly by all ages but work
conditions was inversely related to age. This
may suggest that expectations of older workers,
concerning work conditions, are lower or per-
haps more realistic than younger workers. Al-
ternatively, other work aspects, such as security,
commitment and the intrinsic aspects of work,
including the social aspects, may bemore influ-
ential in older age groups and the data appears
to support this with higher means in these vari-
ables in older cohorts. These findings support
the call for evidence-based retentions strategies
that take into account generational differences
and providing opportunities for growth appro-
priate to career stage.
Hypothesis 3 targeted employees who in-
dicated an intention to leave, suggesting that
influencers to leave would vary by age and
occupation. This hypothesis was partially sup-
ported. A caveat is also required in the inter-
pretation of this data. The question asked the
intention of employees to leave in the next five
years, consistent with the department strate-
gic planning cycle. It is well known that in-
tentions do not always translate to action and
there are many factors that can arise, at short
notice that can influence a person’s decision
to leave (Lee et al. 1999). Thus, it may well
be that the number indicating an intention to
leave is inflated due to the time horizon. A
downturn in the world economy, as we saw see-
ing in 2009, might correspondingly influence
C© 2010 The Authors
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intention to leave. In general Hypothesis 3 (a)
was supported for differences in reasons to
leave by age. Those items forwhichmeanswere
not significantly different: unsupportive man-
agement, poor working relationships, work un-
dervalued, increase in work/home conflict, or-
ganisational change and personal reasons, were
expected to be held in common across age
groups and it is notable that, in this data, the
ratings are generally quite low, suggesting that
these items are probably not the main influ-
encers in the decision to leave. Given the diffi-
culties for the public sector to match remuner-
ation with the private sector, this data provides
useful insights to possible triggers to leave
and indications of influencers that might be
strengthened – particularly relating to growth,
job design and management practices.
Hypothesis 3 (b) was not supported. There
were no significant differences in influencers
in occupational groupings. Again the findings,
while not supporting the prediction, are use-
ful data, suggesting a degree of homogene-
ity among occupations used in this study and,
therefore, a broad applicability for interven-
tions. However, there are wide variations be-
tween individual occupations and individual
group data would need to be taken into con-
sideration in developing a segmented retention
strategy.
Hypothesis 4 suggested that HR practices in-
fluencing the intention of leavers to stay with
the department would vary by age and occupa-
tion. Hypothesis 4 (a) was partially supported,
with significant differences in career oppor-
tunities, training and development, change in
work and work capacity, improved country ser-
vice, better rotation opportunities and individ-
ual remuneration packaging. Leadership, ca-
reer opportunities, training, type of work done
and capacity, and rotation were inversely re-
lated to age, consistent with generational the-
ory discussed at the outset, which suggests,
generally, that younger individuals will seek
opportunities for growth and experience. Em-
ployees in the peak earning years (31–50) value
individualised remuneration – that is, pay and
conditions outside normal public service lev-
els. As workers age, superannuation and non-
traditional work arrangements become more
important and may influence intention to leave.
Hypothesis 4 (b) was not supported. There
were no significant differences between occu-
pational groupings in items influencing leavers
to stay with the department. The above com-
ments – concerning the ubiquity of item influ-
ence across occupations and the value of in-
terpreting all the data are equally true here.
The overall low means are interesting and sug-
gest, given the relatively high rate of inten-
tion to leave, that this study has not adequately
discovered the motivators to stay, particularly
given that the overall influencers to leave are
also modest. However, there is a large variation
across individual occupations, which is lost in
gross aggregation, and the emphasis on devel-
opment opportunities suggests that strategies
that take into account generational differences,
and shared concerns, are likely to provide best
value for money interventions.
The study also explored perceptions of career
plateau. The data is interesting for a number of
reasons, including potential loss of motivation
and the possibility of retraining to meet pro-
jected skills shortages. A total of 180 (26.9%)
of respondents indicated that their careers had
plateaued, with several occupations, including
structural engineers, above 30% in the affir-
mative. This data suggests that effective reten-
tion strategies must align with the department’s
strategic plan (including a strategic HRM/HRD
plan), succession planning and the identifica-
tion of core capabilities needed to deliver on
their infrastructure plan. An analysis, that in-
cludes skills available in the market, would also
be needed to determine an appropriate response
to training and development needs to realign
skill sets to core capabilities, and activities that
maintainmotivation and determine competitive
pay and conditions (Howes 1999).
This study has a number of limitations, the
first being that the data is collected from a sub-
set of Australian state public servants and is
predominantly male and, therefore, not gen-
eralisable. However, the motivators used were
drawn from the extant literature and the under-
pinning generational theory does not depend
upon occupation or sector. Future studies need
to explore the domain further and evaluate the
generalisabiltiy of the findings. Comparative
C© 2010 The Authors
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cross-sectoral and cross-cultural studies would
be particularly useful and longitudinal stud-
ies could reassess the data of those who actu-
ally leave through, for example, exit interviews
(Woodham 2005).
Overall, this study makes an important con-
tribution to theory and practice, outlining mo-
tivators to join, stay and leave the organisation
and providing suggestions on the interpretation
and use of the data. The approach addresses
the call for evidence-based retention research,
looks at related facets – from initial attraction
through to interventions that might influence
an employee to stay – and argues for differ-
entiated strategies that take into account both
generational and occupational differences.
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